Abstract. Shift workers from control centers of electrical systems are a group that has received little attention in Brazil. This study aimed to compare workers' job satisfaction at five control centers of a Brazilian company electrical system, and according to their job titles. Method: The Organization Satisfaction Index (OSI) questionnaire to assess job satisfaction was used. ANOVA was used to compare OSI means, according to job title and control center. The results showed that there is no difference in job satisfaction among job titles, but a significant difference was found according to the control center. A single organizational culture cannot be applied to several branches. It is required to implement actions that would result in job satisfaction improvements among workers of all studied control rooms centers. The high level of education of operators working in all centers might have contributed to the similar values of perceived satisfaction among distinct job titles.
Introduction
Job satisfaction is a phenomenon whose definitions depend on the theoretical reference adopted. Despite this, there is no doubt it affects the healthdisease process at the workplace and worker's life [4] . This present study is based on the concept of Locke [3] , in which job satisfaction is the result of the evaluation of workers on their work or the achievement of their values through the work activity.
Robertson et al [8] stated that job satisfaction includes the achievement with value and growth, the job itself, the organizational design, the organizational processes and personal relationships.
Due to the fact that job satisfaction is a subjective assessment, this may be different according to the workplace, as well as the function performed [5, 9] . In this context, this study presents the following hypotheses: (a) the worker's job title, considered in a hierarchical scale, influences its job satisfaction, and (b) branches of the same company should differ in relation to this aspect, even when they are prescribed by the same management policies.
In this study, we focused on shift workers working in electrical systems control rooms centers, a group that has received little attention in Brazil. In electrical plants, there are sets of processes, instruments and equipment designed for the transmission, generation, distribution, and commercialization of electric power. The job demands are related to an extensive range of activities that can be conducted in this sector [6, 7, 10] . The activities performed in a control room are characterized by significant mental and psychosocial demands, such as the time pressure, significant responsibility, work load, problem solving, decision-making, sustained attention and adjustment to new technologies. The objective of this study was to compare perceived job satisfaction in a company of the electric sector, over its five control centers and in relation to job titles (supervisor /senior, operators and junior/trainees).
Methods
This cross-sectional study was conducted in 2009, and had the participation of all male workers operating control rooms (n=98) of five control centers of a Brazilian electrical company. The control centers are identified by their location: A, B, C, D and E. Employee participation was voluntary, according to the precepts of the ethics in research with human beings [1] .
Data collection
The operators (all males) were invited to fill out a self-administered questionnaire. It included questions on sociodemographic data, work characteristics and health outcomes. The latter comprised of Occupational Stress Indicator (OSI) [8, 11] to assess job satisfaction and the Brazilian Portuguese version of the Finnish questionnaire, the Work Ability Index (WAI), to evaluate whether the worker is fit to perform his job, based on his health status and physical and mental abilities [13] .
The OSI was used to analyze workers' perceptions about their own health and performance based on the work environment and content, organizational conditions, and the skills and requirements of the workers. This scale has a total score that varies from 22 to 132 points.
Data analysis
To test the normality we performed the Kolmogorov-Smirnov test. ANOVA was performed for the comparison of means, per job title and control centers of company. The post-hoc test, LSD multiple comparison, was used as well. All tests were considered statistically significant when P<0.05. SPSS version 17.0 was used to all data analysis.
Results
The mean age of respondents was 38.5 years (SD 11.8 years), and average of working time in the company of 6.8 years (SD 3.1 years). Majority of participants were married or living with a partner (94.1%) and had no second job (76%). The average family income was US$ 4,100.00 (SD US$ 2,173.00). All participants at least finished the second degree education (high school). An important contingent was attending college degree (35.6%) or has already completed it (27.8%). The work schedules were rotating shiftwork, including night work. Table 1 shows the work characteristics and health of workers according to control center.
The aspects of job dissatisfaction most cited were: a) in all five centers: the way the company takes advantage of the potential the worker believes he has, b) in four centers: the way changes and innovations are implemented and, c) in two centers, the way conflicts are solved.
The results of ANOVA showed that there is no statistically significant difference of job satisfaction in relation to job title. However, there is a statistically significant difference compared to the control centers ( Figure 1) .
The post hoc test showed that workers at the "E" control center have lower job satisfaction compared to "A", "C" and "D". Table 1 Work and health characteristics per control centers. Workers of the center of "B" have a lower job satisfaction when compared to "C".
Discussion
The study hypothesis that function of the worker, considered in a hierarchy, would influence job satisfaction was refuted. According to Olkimuora and Leppanen [2] , the meaning and challenge of work, as well as the skills required for the development of tasks will diminish in a range of professions as the hierarchical scale decreases. In nursing teams for example, the functions of the workers are well determined by the educational levels, with strong hierarchical character. Distinct job titles of nursing professionals show different perceptions about their conditions and work organization [5, 9] . In this study, an important contingent has a degree or is attending College. Similar levels of education level might mean similar abilities to perform the tasks and perceptions on psychosocial factors of the work organization. This fact may have contributed to the homogeneity in job satisfaction, despite the subjective nature of evaluation.
Similarity was found in relation to dissatisfaction factors most cited in each control center. Dissatisfaction with the manner the electrical company uses the potential workers should be understood by similarity of education described above, as well as management policies practiced in each control center. Management practices and intrapersonal relationships probably differ among the centers, since differences in job satisfaction by control center were found. This is not surprising, since in each center workers will find different ways to meet the prescribed standards and demands, depending on the characteristics of the group and the company itself. Organizational culture, defined as the sharing of perceptions, values and beliefs in the workplace, influences the relationship between workers, in the forms of management and job satisfaction [12] .
This study suggests that a single organizational culture cannot be applied to several branches, since each branch has its own characteristics. Actions that can improve job satisfaction must elapse this understanding. Furthermore, a similar and high level of education is as an important feature in this population, and possibly contributed to the similarity in job satisfaction between the job titles.
